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Abstract  

 
Workplace culture includes beliefs, attitudes, practices, rules, norms and customs. Ideal workplace culture 
focuses on activities that generate and demonstrate trust. A strong form of essential values that all 
employees respect and practice helps to build the positivity and effectiveness of a workplace environment. 
This paper examines the positivity and effectiveness of an on-site and hybrid working model from Austria. A 
research question is raised that concerns the difference between negative and positive approaches towards 
different working environments when following the aspects of respect and dignity, support, caring, rewards, 
forgiveness and inspiration, and asks whether these differ fundamentally and represent different theoretical 
mechanisms. Mixed research methods (quantitative and qualitative) using the medium of WhatsApp were 
applied. Relying on Chi-squared tests, we detected significant differences in 25 out of 29 statements where 
hybrid workers are more often supporting, caring, rewarding, forgiving and inspiring than cubicle workers. In 
four cases, the test did not detect any significant difference of respect and dignity dimensions: treating each 
other with respect, demonstrating integrity, fostering dignity in one another and showing appreciation for 
one another. Evidently, as shown by the data obtained, organisations that offer a hybrid working model have 
a very high score of positivity and effectiveness in providing the best place to work. The hybrid model might 
be an inevitable arrangement for some organisations. The interview data present a clearer picture of some 
pros and cons. The current data seem to reveal that these benefits persist as companies shift to hybrid 
working at scale and at pace.   
 

Keywords: on-site and hybrid workplace culture, positivity, effectiveness, Austria 
 
 
1. Introduction 
 
The Covid-19 pandemic has been a turning point in our society, especially in the healthcare and 
business (lockdowns and e-working) sectors. For some European countries (Finland, the Netherlands, 
Luxembourg, Austria), the move to an e-working operating environment was not entirely new and 
had already been underway in the pre-pandemic era (Eurostat, 2021). As a recent Eurofound (2020) 
survey reveals, most European Union employees reported a positive experience with teleworking 
during the first phase of Covid-19, but very few of them wish to work in this way all the time and 
would prefer a hybrid working option. Recent research from Hays reveals that over half the 
employees will change over to a hybrid working model (Franklin, 2020). A hybrid workforce can be 
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defined as a workforce distributed partly across different locations and partly in traditional cubicles 
and factory spaces. This means that this model of working is characterised by flexibility and choices. 
Even in the manufacturing sector which, in the past tended to be more location-dependent, more 
than half the businesses utilise some degree of flexible working (IWG, 2019).  Recently published data 
highlight the fact that more than one-third of respondents want to extend the working-from-home 
period to at least 1-2 years, and 28.57% want to continue with hybrid e-working (Beno et al., 2021). 
Another survey stresses that hybrid working is driving the office footprint strategy (PWC, 2021). 

The ideal workplace culture focuses on activities that generate and demonstrate trust. A strong 
variety of essential values that all employees respect and practice helps to build the positivity and 
effectiveness of the workplace environment.  

To understand the evolution of cubicle working into a hybrid working environment, we 
surveyed five organisations with 30 cubicle employees and another five organisations with 30 hybrid 
employees from different service sectors in Austria. Additionally, semi-structured interviews with five 
managers about the pros and cons of the hybrid office model were conducted. Thus, an important 
research question arises that concerns the difference between negative and positive approaches 
towards different working environments when following the aspects of respect and dignity, support, 
caring, rewards, forgiveness and inspiration, and asks whether these differ fundamentally and 
represent different theoretical mechanisms. 

The next section presents a literature review consisting of a selection of literature and 
definitions of the concept relevant to the subject. The methodology is introduced in the second part. 
Then follows a section presenting the results of the study. The fourth section is the discussions, and 
the last part gives a summary.  
 
2. Workplace Culture and Hybrid Working  
 
In today’s modern workplace where five different generations work together, with different 
perceptions of work ethics, the workplace culture may look like effective people management 
practice. 

Schein (2004, p. 11) highlights that “the only thing of real importance that leaders do is to create 
and manage culture; that the unique talent of leaders is their ability to understand and work with 
culture; and that it is an ultimate act of leadership to destroy culture when it is viewed as 
dysfunctional.” Deal and Kennedy (1982) proposed one of the first models of “organisational culture 
(the tough guy, macho culture; the work hard/play hard culture; the bet-your-company culture and 
the process culture, (p. 107-108)).” Rousseau (1990) proposed a multi-layered model structured as 
rings to trap the determinants of every culture, a process that is described as follows: “a continuum 
from unconscious to conscious, from interpretative to behaviour, from inaccessible to accessible” (p. 
158). Another relevant model is Herman’s so-called “Cultural Iceberg” to describe the workings of a 
culture  (Herman, 1978). Organisational culture relates to the set of values, beliefs and behaviour 
patterns that forms the core identity of an organisation (Denison, 1984). Thus, workplace culture can 
be seen as the general nature of business, including values, beliefs, behaviours, goals, attitudes, work 
rules and practices. Ideally, it is viewed as positive by employers and employees. Simply, workplace 
culture is to an organisation what personality is to an individual (Schuneman, 2019). A recent study 
demonstrates that different working cultures also lead to different expansions of e-working (Beňo, 
2021a, p. 23). 

In the pre-Covid-19 period, the Home-Office-School environment proved to be a bonus (Beno, 
2021). The modern strategy being explored is hybrid working, which was recently defined by Beno et 
al. (2021) as a mixture of home and cubicle working, working in a hybrid model combining remote 
and in-person work. This is similar to the situation defined by Grzegorczyk et al. (2021) as follows: “in 
a hybrid model, workers can telework for a proportion of their contracted working hours within the 
limits of individually or collectively negotiated work arrangements” (p. 11). A hybrid workforce can be 
defined as a workforce distributed partly across different locations and located partly in traditional 
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cubicles and factory spaces. This means that this model of working is characterised by flexibility and 
choices. Hybrid work models will allow organisations to recruit talent better, achieve innovation and 
create value for all (Hilberath et al., 2020). Further, based on current data, the absence of commuting 
in the case of WFH and hybrid model strategies simply means higher individual productivity (Beno 
and Hvorecky, 2021). It has been found that the following hybrid models are being offered to 
employees: at-will employment (Ruud and Becker, 2012), split weeks (Singleton, 2020), shift work 
(Van de Ven, 2017) and flexible work week (Lyons, 2020). 
 
3. Methods 
 
Firstly, the existing literature on workplace culture and hybrid working is discussed. Secondly, a cross 
tabulation of the data was made. Research was performed by means of a quantitative approach (Chi-
squared test) with a target group sample of 60 individuals (employees in Austria) and a qualitative 
approach with five managers of hybrid workers. Mixed research methods add further detail and 
description, which increases the validity of the findings (Van Zoonan, 1994). In this paper, the 
medium of WhatsApp was used as an alternative platform (Singer et al., 2020) to collect data for 
analysis. According to statistics compiled by DMR (2021), this tool has 2 billion WhatsApp users. In 
addition, this medium allows researchers to document participant experiences at no cost. 

The control variables were age (ranging from 22 to 55 years) and gender (43.08% female and 
56.92% male). WhatsApp conversation data were taken from 60 professionals and five managers of 
hybrid workers (participants A to E). The professionals were from different occupational fields, 
including customer services, computers and programming, sales, teaching and tutoring. 

A quantitative analysis is done to find the difference between negative and positive approaches 
toward different working environments in the aspects of respect and dignity, support, caring, 
rewards, forgiveness and inspiration, and a qualitative analysis was done to analyse the pros and cons 
of the hybrid office model. 

In the first stage of our survey, we identified full cubicle and hybrid workers. Secondly, we 
examined six components using data from Cameron et al. (2011) in relation to the 29 statements. A 
two-point scale was used: 1= yes, 2= no. Thirdly, for qualitative analysis, data were categorised in 
terms of the pros and cons of hybrid working.  
 
4. Results 
 
4.1 Positive practice indicators 
 
Table 1 provides positive practice dimensions with 29 statements of both types of employees. Almost 
in all the dimensions, we observe more positive practices for hybrid workers than for cubicle workers. 
Only in three cases (positions marked in bold) are positive practices of respect and dignity for both 
types of workers seen. 
 
Table 1: Positive Practices Dimensions cubicle and hybrid workers. 
 

 
Cubicle 
Workers 

Hybrid 
Workers 

Yes No Yes No 

Respect and 
dignity 

We treat one another with respect 
We demonstrate integrity 
We express gratitude to one another 
We foster dignity in one another 
We show appreciation for one another 
We trust one another 
We display confidence in one another 

30 0 30 0 
30 0 30 0 
20 10 30 0 
30 0 30 0 
15 15 22 8 
5 25 22 8 
5 25 22 8 
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Cubicle 
Workers 

Hybrid 
Workers 

Yes No Yes No 

Support 

We aid one another when struggling with 
difficulties 
We look after team members who are desperate 
We provide emotional support to one another 
We honor one another‘s talents 
We show compassion for one another 
We show kindness to one another 
We build strong interpersonal relationships 

8 22 26 4 
8 22 25 5 
2 28 28 2 
8 22 22 8 
2 28 24 6 
12 18 30 0 

5 25 30 0 

Caring 

We are interested in one another 
We think of one other as friends 
We genuinely care about one another 
We are responsive to one another 

5 25 28 2 
2 28 30 0 
2 28 30 0 
5 25 28 2 

Rewards 

We feel renewed by what we do 
We feel elevated by our work 
We find our work motivating 
We recognise the leading goal of our work 
In our view, our work has deeper sense 

12 18 27 3 
5 25 28 2 
5 25 25 5 
6 24 25 5 
4 26 24 6 

Forgiveness 

We correct errors without placing blame
We do not blame one another when mistakes are 
made 
We forgive mistakes 

7 23 28 2 
5 25 22 8 

2 28 28 2 

Inspiration 
We share enthusiasm with one another 
We inspire one other 
We communicate the good we see in one another 

7 23 27 3 
5 25 28 2 
2 28 29 1 

 
Source: Author’s own elaboration 
 
Additionally, Table 2 reports descriptive statistics data, Chi-squared test results. The aim of using this 
test was to find a significant difference between cubicle and hybrid workers working partly on site 
and partly at home. 
 
Table 2: Chi-squared test results 
 

 p-value Significant difference 
Between cubicles 

And hybrid workers 

Respect and 
dignity 

We treat one another with respect
We demonstrate integrity 
We express gratitude to one another  
We foster dignity in one another  
We show appreciation for one another 
We trust one another  
We display confidence in one another 

1 No 
1 No 

0.00053 Yes 
1 No 

0.063 No 
0.00001 Yes 
0.00001 Yes 

Support 

We aid one another when struggling with difficulties 
We look after team members who are desperate  
We provide emotional support to one another  
We honor one another‘s talents 
We show compassion for one another 
We show kindness to one another  
We build strong interpersonal relationships  

0.000 Yes 
0.00001 Yes 
0.000 Yes 
0.0003 Yes 
0.000 Yes 
0.000 Yes 
0.000 Yes 
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 p-value Significant difference 
Between cubicles 

And hybrid workers 
Caring We are interested in one another

We think of one other as friends 
We genuinely care about one another 
We are responsive to one another 

0.000 Yes 
0.000 Yes 
0.000 Yes 
0.000 Yes 

Rewards 

We feel renewed by what we do
We feel elevated by our work 
We find our work motivating 
We recognise the leading goal of our work 
In our view, our work has deeper sense 

0.00005 Yes 
0.000 Yes 
0.000 Yes 
0.000 Yes 
0.000 Yes 

Forgiveness 
We correct errors without placing blame
We do not blame one another when mistakes are made  
We forgive mistakes  

0.000 Yes 
0.00001 Yes 
0.000 Yes 

Inspiration 
We share enthusiasm with one another
We inspire one another 
We communicate the good we see in one another 

0.000 Yes 
0.000 Yes 
0.000 Yes 

 
Source: Author’s own elaboration 
 
By relying on Chi-squared tests, we detected significant differences in 25 out of 29 statements where 
hybrid workers are more often supporting, caring, rewarding, forgiving and inspiring than cubicle 
workers. Furthermore, hybrid workers treat each other with respect, trust one another and display 
confidence in one another much more often.  

In four cases, the test did not detect any significant difference in the respect and dignity 
dimensions: treating each other with respect, demonstrating integrity, fostering dignity in one 
another and showing appreciation for one another, as shown in Table 2 (positions marked in bold). 
This is similar to the statement in the study by Tiwari and Sharma (2019) that “dignity is not a word 
but a lens through which (a) manager can analyze the workplace problems and find appropriate 
solutions” (p. 9). The respectful treatment of all employees at all levels was rated as “very important” 
by 72% of those surveyed, making it the top contributor to overall employee job satisfaction (SHRM, 
2014, p. 7). 

Evidently, as shown by the data, organisations offering hybrid working models have a very high 
score of positivity and effectiveness in providing the best place to work. In the pre-Covid-19 era, the 
workplace was already being changed by technology, digitisation and skills availability. A study in the 
Worcester Business Journal reveals that when employees believe leaders are actively trying to create a 
more humane workplace, the overall culture metrics improve, including 89% of employees who said 
they felt their company cared about them as people (Mosley, 2016). In this study, the hybrid working 
environment clearly shows genuine care for others. Another study showed that 88% of people said 
that expressing gratitude to colleagues makes them feel happier and more fulfilled (Palmer, 2017). But 
in our study, hybrid workers express gratitude to each other much more.  

The office culture and the mixed office (including flexibility) culture need social interaction and 
connection. Based on the data from a hybrid working employee’s standpoint, this connectivity is 
more tied to the company’s vision, purpose and culture.  
 
4.2 Pros and cons of hybrid working 
 
In this section, we explore the benefits and disadvantages of the hybrid working model. It was 
revealed that some companies cannot afford full e-working, so their offices remain open. All the 
participants stated that “most of the organisation’s work is not suitable for fully remote work”. They 
further added that the reaction to this was “somewhat of a balance between the two working options, 
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the hybrid workplace model”. This model was explained by respondent B as follows: “Our employees 
can enjoy the benefits of working in a home office, while still maintaining social interactions in the 
cubicle.” In the same vein, participant A explains this model as follows: “The hybrid model balances 
remote and on-site office work.” It appears evident that this hybrid working environment requires 
“on-site office versus home office space but also a mix of we versus me space,” as stated by 
participants C and D. In comparison with this, participant E said, “having the right mix of different 
flexible models is equal to achieving a hybrid working model.” 

Throughout the interviews, all the participants expressed the feeling that though working 
remotely may sound good in theory, it is very problematic to carry out effectively in practice. 
Therefore, participants were asked to comment on the pros and cons of the hybrid model. As a result, 
respondent A said, “it starts with a great possibility of reducing costs.” Additionally, “as employees 
become more comfortable with working outside the office premises, they are obviously more 
productive as they do not have to commute and have more time to spend with their family.” 
Similarly, respondents B and D agree that “a hybrid working model helps alleviate the stress that 
comes from commuting.” Furthermore, participant C commented on productivity, stating “it makes 
employees more productive, which comes from the satisfaction of the tandem of their work and 
lives”. “The pros include improved employee retention, more access to talent and lower office costs,” 
participant E said.  

The findings from this study indicate that the drawbacks stem from less social contact and 
difficulty with tools and communication. According to respondent B, “what seems to be an advantage 
at the beginning can finish by being a disadvantage.” But A and C mentioned that “the managers of 
the past are not necessarily equipped to manage in this modern workplace world.” Likewise 
participant D said, “work traditionally meant a cluster of workers in a centralised location.” 
Respondent E added that “the managers of tomorrow will require a much different skills set.” It is 
clear that all participants who displayed IT problems had to be separated before the hybrid transition. 
It was also evident that participants were concerned about missing out on conversations and office 
interaction in a situation of isolation. Participants A and B stated that “the relationships and 
camaraderie built through being physically present in the office may be lost.”  
 
5. Discussion 
 
House (1981) characterises work as “the most structured and organized” angle of “most adults’ life” (p. 
8). Human beings are oriented to social interaction. Social interaction at the workplace is difficult for 
many individuals, especially during Covid-19 (Eddy, 2021). Research findings from Forbes 
(ForbesInsights, 2009) demonstrated that face-to-face interaction of executives is preferable. But 
based on our data, the hybrid model found a way to build compatibility and a sense of working 
together by keeping remote and in-cubicle participants on an equal footing. There is a new strategy 
for working going forward. Should it be everyone back in the office, everyone working from home, 
working from anywhere or working partly at home and partly in the office? Our data show how our 
teams (just in-office or hybrid) can best get their different types of work done. In the remote work 
environment, which lacks physical presence, human interaction and body language, cooperation and 
interaction are more important than ever. It can be observed that hybrid working helps to decrease 
toxic work place cultures. A recent study found that 90% of workers would not consider joining a 
company if they had a higher salary, but the company had a bad work culture (Howitislike, 2020). 
Furthermore, Google will test a hybrid work-from-home model (Elias, 2020). A recent study confirms 
the high demand (28.57%) for hybrid e-working (Beňo, 2021b; Beno et al., 2021). The practice of 
learning to forgive and showing how much help we can offer to others (Luskin, 2003, p. 72) appears to 
be more easily implemented in a hybrid working model, as shown in the data obtained. Evidently, in 
the on-site workplace, forgiveness has no place. The management of fully on-site or fully remote 
businesses, or even those somewhere in between, should give full attention to the potential 
advantages and drawbacks of the hybrid working model, a question highlighted in the interviewee 
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data. It is quite clear that this would be beneficial for organisations (Harker Martin and MacDonnell, 
2012). 
 
6. Conclusion 
 
This study estimates the impact of the evolution of cubicle working into a hybrid working 
environment in five organisations with 30 cubicle employees and five organisations with 30 hybrid 
employees from different service sectors in Austria. Additionally, semi-structured interviews with five 
managers about the pros and cons of the hybrid office model were conducted. The study was 
conducted in two stages. The first stage investigated the quantitative data and the second stage 
analysed the qualitative data. The findings of the quantitative and qualitative data were applied in 
order to answer the research question and achieve the objectives of this study. 

The main research question investigated in this paper concerns the difference between negative 
and positive approaches toward different working environments while following the aspects of 
respect and dignity, support, caring, rewards, forgiveness and inspiration, and asking whether these 
differ fundamentally and represent different theoretical mechanisms. 

The hybrid work model contributes to positivity, efficiency and variation of work for sustaining 
a sense of mixed work techniques among office changes. Nowadays, many organisations are hurriedly 
adopting different flexible work-from-home policies, and a hybrid work environment is absolutely 
necessary. Furthermore, the findings of this study suggest that the advantages of the hybrid e-work 
model extend to the office as well. Organisations are responsible for finding a work model that yields 
the best remote and on-site work and provides experiences of positivity, effectiveness and flexibility.  

In conclusion, it is clear from the findings that the overall hybrid working model is positive and 
effective compared to the cubicle worker model. However, in four cases, the test did not detect any 
significant difference in these dimensions of respect and dignity: treating one another with respect, 
demonstrating integrity, fostering dignity in one another and showing appreciation for one another.  

There is still some potential for future research in this area. We propose future research on this 
topic to include a sample of full-time workers with gender equality. Additionally, future research 
could usefully also investigate this issue by employing a wider sample to be investigated. 
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